Organizations need to employ committed individuals for their survival and development as well as to achieve their short-and long-term goals. In account of this, successful organizations are those with committed managers and staff. Therefore, it is important to investigate the factors influencing organizational commitment. The aim of this study was to investigate the mediating role of psychological capital in the relationship between spiritual intelligence and organizational commitment among employees of Ardabil University of medical sciences using a correlational method (structural equation modeling). Regarding the desirable size of the sample (n=125) for structural equation modeling, 183 employees were selected using convenience sampling method. The results showed that the direct effect of spiritual intelligence on organizational commitment and the direct effect of psychological capital on organizational commitment are statistically significant. Also, the spiritual intelligence may effect organizational commitment through psychological capital as mediator (p≤ 0.01, β=0.41).
Introduction
Nowadays, organizational commitment is among the most significant occupational concerns as well as the most effective factors in motivation and productivity in organizations because achieving the organizational objectives and productivity depend largely on the loyalty and commitment of the staff [1] . In fact, the organizations, in order to achieve their objectives, seek to increase organizational commitment as a competitive strategy [2] . Most researchers believe that the issue of organizational commitment was introduced in the first decade of the twentieth century in the scope of organizational behavior [3] . There are various definitions of organizational commitment from different experts; Allen and Meyer have defined organizational commitment as a kind of perspective showing the rate of loyalty and interest of staff towards the organization [4, 5] . Wagner describes organizational commitment as a state in which employees have adapted themselves to the organization and its objectives and tend to remain a member of the organization. Wagner and Helen Beck state that a true organizational commitment must make the employees loyal and attributed to their respective organization [6] . There have been proposed different models of organizational commitment one of which is the Allen and Meyer model [7] . In this model, three dimensions of organizational commitment have been introduced as follows: A) affective commitment that involves mental and emotional dependence of employees on the organization such that they are identified and introduced through the organization, B) continuance commitment that refers to the propensity to remain in the organization. This happens as a result of awareness of the consequences of leaving the organization, and C) Normative commitment that explains the beliefs and values of the people towards the advantages of remaining in the organization [8] . The committed person depends on the organization; he/she has a considerable participation in the organization and enjoys the membership of the organization. The results of different studies suggest that organizational commitment has a positive significant relationship with the related consequences such as job satisfaction, attendance at workplace, organizational behavior, and occupational performance [9] . Therefore, organizational commitment of the employees, especially from the views of managers, is a very important factor to achieve success. Nowadays, regarding the fast changes in the structure of organizations, managers are seeking new ways to increase employees' commitment by means of which to gain competitive advantages [2] . Therefore, recognition of affecting factors in the organizational commitment can help organizations achieve their objectives. Two factors affecting organizational commitment, based on the relevant previous studies, are psychological capital and spiritual intelligence [2, 10, 11] . The concept of spiritual intelligence in the field of organizational management was first introduced by Zohar and Marshall. They believe that spiritual intelligence by integrating intellectual intelligence and emotional intelligence facilitates the interaction between logical thinking and emotional intelligence and will lead to the increased capacity for psychological consistency [12] . Mousavi et al. have defined the spiritual intelligence as the ability to implement and develop spiritual values so that it can improve daily functioning together with physical and mental health of people [13] . Spiritual intelligence in an organization enables the employees to achieve a more integrated perspective, and thus link their business and personal life with the spiritual world. Spiritual intelligence is important at both personal and organizational levels, and by impressing people's conscience, it will create a sense of liability towards everyday responsibilities of life [14] . Many models have been represented for explaining spiritual intelligence. One of the most important models in this regard is the King's model. This model comprises 4 component: a) existential critical thinking (capacity to think critically about the nature of existence and other metaphysical subjects), b) Personal meaning production (ability to create personal meaning and purpose in all the physical and mental experiences), c) Transcendental awareness (one's capacity to identify transcendent aspects of the self, of others, and of the physical world together with the capacity to identify the relationship of all of them with the self and the physical body), and d) Conscious State Expansion (capacity to enter and exit higher states of spirituality like pure consciousness, prayer, and meditation) [15] . Nowadays, the spiritual intelligence and its application in organizational leadership are so prevalent [16] . In the view of Vaugan, spiritual intelligence in the workplace results in the peace of mind that affects the person's efficiency, making relationships and interaction with others, management of changes, and removal of obstacles. Vaugan also believe that spiritual intelligence can positively affect work environment and it will be also effective in decision-making, problem-solving, and doing things better [17] . On the other hand, in the present challenging era, developing a special approach is essential towards efforts for flourishing the capacities and capabilities of human capital in order to create competitive advantages for organizations [18] . The results of various studies suggest a positive relationship between psychological capital and many desirable organizational outcomes such as job satisfaction [19] , entrepreneurship of scientific board members [20] , and reduction of occupational burnout [21] . The concept of positive psychological capital has roots in the works of Martin Seligman. He is known as the father of positivist psychology [22] . In fact, the psychological capital refers to the concept of "Who you are (real ego)" and "Who you wish to be (possible ego)" [23] , which includes four components: A) self-efficacy (to believe in self-capabilities to mobilize motivational and cognitive resources towards successful implementation of special tasks [24] , B) hope (cognitive or thinking status that enables people to recognize real but challenging objectives, and come to understand the internalized control by enough energy and will [25] , C) optimism (attribution of positive events to permanent, personal, and pervasive causes and negative events to external, temporary, and specific causes [25] , and d) resilience (a psychological capacity by means of which people can successfully cope with change, crisis, risk, and other challenges [26, 27] . This new organizational approach suggests that the leaders of organizations avoid concentration on weaknesses and malfunctions of the employees and focus, instead, on their strengths and desirable qualities, increase of self-confidence, optimism, and thereby improvement of individual and organizational performance [11] . Psychological capital, with an emphasis on positive psychological variables, leads to the promotion of human capital values, enhancement of job satisfaction, increase of productivity, and improvement of organizational commitment [28] . Many studies have been conducted with respect to these three variables. Hoveida et al. in their study entitled "the relationship between psychological capital and organizational commitment components" came to the conclusion that hope and selfefficacy could be significant predictors of continuance and affective commitment and the point that optimism, self-efficacy, and resilience could significantly predict normative commitment [11] . Hariri and Zarrinabadi in their study entitled "evaluation of the relationship between spiritual intelligence and occupational commitment in the librarians of Isfahan Public Universities" concluded that there is a significant relationship between the components of spiritual intelligence and occupational commitment among librarians [29] . Ghorbani et al., in their study entitled "the relationship between spiritual intelligence and organizational commitment in a governmental organization" concluded that there is a significant relationship between spiritual intelligence and its components on one hand and organizational commitment on the other hand and also the point that spiritual intelligence has the highest correlation with emotional organizational commitment [30] . Ghahramani et al., in their study entitled "investigation of the relationship between managers' spiritual intelligence and employees' commitment in Pipeline and Telecommunication Company of Iran" concluded that managers' spiritual intelligence has a positive significant effect on employees' commitment. Likewise, all of the four components of managers' spiritual intelligence, and most especially existential thinking and personal meaning, have had a significant effect on employees' commitment [2] . Zabihi and Sagharvani, in their study entitled "spiritual intelligence and organizational commitment" concluded that spiritual intelligence could be a significant positive predictor of organizational commitment and its dimensions [14] . Shahnavaz and Jafari, in a study entitled "psychological capital as a predictor of organizational commitment and organizational citizenship behavior", concluded that there is a direct, significant relationship between psychological capital and organizational commitment [ Thus, organizations, through recognition of commitment rate among their employees and its affecting factors, will be able to realize their objectives [19] . With respect to the significant role of organizational commitment and its effective factors in the performance of organizations, in this study, the relationship between spiritual intelligence and organizational commitment regarding the mediating role of psychological capital was investigated. The following hypotheses were tested:
• Spiritual intelligence has a direct effect on organizational commitment.
• Psychological capital has a direct effect on organizational commitment.
• Spiritual intelligence has a direct effect on organizational commitment through psychological capital as a mediator.
• The conceptual model of this study is as follows: 
Method
This correlational research was conducted using structural equation modeling. The statistical population included all employees of Ardabil University of Medical Sciences (N=300) whom from 183 participants were selected as statistical sample using convenience sampling method. Muller has introduced a ratio of sample size to free parameter of the model in order to determine the sample size in structural equation modeling [34] . He determines this ratio at least 5 to 1. With regard to the 25 free parameters in the model, a sample of 125 participants (25 * 5) seems to be favorable. Har et al., for models with maximum 5 structures and minimum 3 indices for each indigenous structure, agree about a sample size equal to 100 as favorable. According to the normality of the variables of the model and the high rate of overlap among them, it was attempted to select a sample consisting of individuals more than required (sample size of the present study included 183 participants). The gathered data were analyzed using by Amos Software Version 22. King's scale of spiritual intelligence selfassessment was used for data collection. The scale is an instrument including 24 questions in 4 subscales of existential thinking (questions 1 8, 12, 16, 24) . The rating system is based on a 5-point Likert scale. The validity of the questionnaire was approved by five professors of Mohaghegh Ardabili University and the reliability was determined as 0.89 using Cronbach's alpha, which is in accordance with the value reported by Moallemi et al. [35] . To collect data on organizational commitment, Allen and Meyer's organizational commitment questionnaire was used. This questionnaire is composed of 24 questions in 3 dimensions of affective commitment (questions 1 to 8), continuance commitment (questions 9 to 16), and normative commitment (questions 17 to 24). This questionnaire is scored based on a 5-point Likert scale from strongly disagree (1) to strongly agree (5) . The validity of the questionnaire was approved by five professors of Mohaghegh Ardabili University and the reliability was determined as 0.86 using Cronbach's alpha; the reliability of this questionnaire has been reported to be 0.73 by Rezaeian and keshtegar [36] . To measure psychological capital, psychological capital questionnaire of Luthans et al [18] . was used.
This questionnaire has 24 questions in 4 subscales of self-confidence/ self-efficacy (questions 1 to 6), hope (questions 7 to 12), optimism (questions 13 to 18), and flexibility / resilience (questions 19 to 24). The participants respond to the questions based on a 6-point Likert scale (from strongly disagree to strongly agree). Luthans et al. have reported the validity of the questionnaire above 0.90. After translation in Persian and revision, the validity was approved by 5 expert professors. Also, the reliability of the questionnaire has been reported by Hoveida et al. to be 0.77 using Cronbach's alpha coefficient [11] . In this study, the content validity of the questionnaire was approved by five professors of the department of educational sciences and its reliability was obtained as 0.84 using Cronbach's alpha. To test the structural model of the relationship between spiritual intelligence and organizational commitment with regard to the mediating role of psychological capital structure, the related items in the questionnaires were used as indicators of indigenous variables. After drawing cause and effect pathways among indigenous variables, the analysis was performed and statistical features of the model were examined with regard to the model coefficients, significance levels, and fit indicators. Figure 2 shows the pathways coefficients of the model explaining organizational commitment.
Results

out of 183 individuals participated in
Figure 2 Standard coefficients of the indigenous structures model and observed variables (Amos output)
Abbreviations used in the diagram: spiritual intelligence dimensions (E.C.T= Existential Critical Thinking; S.C.P= personal meaning production; T.C= transcendental awareness; C.E= Consciousness state Expansion); psychological capital dimensions (H= hope; O= Optimism; R = Resilience; S.E= Selfefficacy); Organizational commitment dimensions (Affective Commitment= E.C; C.C = continuance Commitment; N.C= Normative Commitment). As shown in Figure 2 , paths of spiritual intelligence to psychological capital (p<0.01, β=0.50), spiritual intelligence to organizational commitment (p<0.05, β=0.26), and finally psychological capital to organizational commitment (p<0.01, β=0.30) were statistically significant. These coefficients represent the direct relations between the variables of the study. Indirect effects, total effect of the model, and relevant statistical indices also have been summarized in Table 2 . Statistical indices related to direct, indirect, and total effects of the model have been summarized in Table 2 . The total effect of spiritual intelligence on organizational commitment, in other words, the sum of the direct and indirect effect of spiritual intelligence on organizational commitment regarding the mediating role of psychological capital is statistically significant (p<0.01, β=0.41). In the structural equation modeling, after determining the coefficients of paths and different effects in the model, in order to evaluate the fit of the model, some statistics are provided by the software. These statistics examine the consistency rate between observed covariance matrix and estimated covariance matrix. In Table 3 , the indices of the fit of the model have been reported. As summarized in Table 3 , goodness of fit index (GFI), Tucker and Lewis index (TLI), and incremental fit index (IFI) all are above 0.9. The ratio of Chi-square to degrees of freedom (X 2 / df) equals to 1/2 that is at an acceptable level. The root mean square error of approximation (RMSEA) index equals to 0.04. It should be noted that in a perfect fit, this value equals to zero although the values less than 0.08 are good enough. However, for values higher than 0.1, there is an obligation to reject the model. Thus, the present model is quite favorable in terms of RMSEA index. Among the nine examined indices, all of them are favorable. Therefore, it can be said that all values related to the comparative indices of the model indicate the proper fit of the structural model for prediction of organizational commitment through psychological capital and spiritual intelligence. . In order to explain the significant relationship between psychological capital and organizational commitment, the dimensions of psychological capital and the effect of each dimension on the organizational performance can be referred to. The first dimension is selfefficacy. This implies that when employees trust their abilities and talents in fulfilling their assignments, they will be provided with higher motivation towards occupational success, which in turn leads to an effective and positive presence in the organization. On the other hand, hope as another dimension will enable the individuals to determine the real but challenging objectives and move towards those objectives with enough will and energy. This, in long-term, would increase their commitment towards the organization. Optimism is another dimension of psychological capital which refers to a positive outlook on the expected results. Optimistic people in an organization associate their successes with internal factors and their failures with external ones. Optimism towards the expected results would increase the individuals' commitment towards the organization. Resilience as the fourth dimension of psychological capital is the capacity of rehabilitation against difficulties.
It will make individuals adaptive in front of difficult situations, which in turn leads a person to be more committed to the organization. The third hypothesis, spiritual intelligence, has an indirect effect on organizational commitment through psychological capital. The analysis of results showed that spiritual intelligence has an indirect effect on employees' commitment through psychological capital (b = 0.41). Regarding this indirect effect, it can be said that those who act within a spiritual framework, experience more comfort, dynamism, and flexibility. In other words, strengthening spiritual foundations especially the religious ones would lead to enrichment of employees' psychological capital. Accordingly, enhancement of different dimensions of psychological capital such as employees' self-efficacy, self-confidence, hope, and resilience would increase the commitment of the employees in universities towards their duties and assignments. Using the questionnaire and not using other tools in collecting data and limiting the generalizability of data to employees of other universities is one of the limitations of this research.
Conclusion
Nowadays, organizational commitment and its positive consequences are known in all organizations. On the other hand, the negative consequences of the lack of organizational commitment in employees have been also determined. Accordingly, considering the significance of organizational commitment of the employees as well as the results of the present study, which indicated a positive relationship between spiritual intelligence and organizational commitment, it is recommended for managers to pave the ground for training spiritual intelligence as well as psychological capital in order to enable their employees to reach the expected objectives and increase their job satisfaction and organizational commitment.
Medical Sciences who carefully responded to the questionnaires.
